
 
 

M E M O R A N D U M 
 

To:       Mayor, Mayor Pro Tem and City Council Members 
 
From:       Nuria Rivera-Vandermyde, Deputy City Manager  
 
Date:       July 14, 2020 
 
Subject:    Final Report and Recommendations on Civil Rights Enforcement – (Resolution 20180628-062) 

 
The purpose of this memo is to provide the final report and recommendations to Resolution No. 20180628-062, 
which called for the review of possible structures for civil rights enforcement. The final report and 
recommendations were a cumulative effort of the Human Resources Department and Equity Office, with 
guidance and leadership from the City Managers Office.   
 
This two-year process included, a comprehensive review of National Best Practices, internal assessment of 
existing structures and robust stakeholder engagement process that involved City staff, City Council, and 
community members to develop a model for civil rights enforcement that reflects the values and priorities of 
Strategic Direction 2023. I want to particularly commend Candice Cooper who served as Project Manager for 
this project, and whose recommendations, insights and results of numerous listening sessions in the 
community make up the attached report before you today.   
 
Summary of Recommendations  
The final recommendations include measures to centralize, into one entity, all existing public education 
programs, community service initiatives and enforcement efforts aimed toward preventing and reducing 
discrimination in Austin. We further recommend that the centralized entity be autonomous, primarily public 
facing, proactive and solution-oriented in its pursuit to educate and enforce Austin’s Civil Rights ordinances.  
 
The attached report will provide the basis for these recommendations by discussing:   

• Scope and approach 

• Overview of National Best Practices & Trends  

• Results of the community input 

• Final recommendations 
  
Next Steps 
We are committed to establishing the new Office of Civil Rights in FY21 and will pursue the recommendations 
set forth in this report, including hiring of an executive level position to lead this new office and developing a 
phased-in approach that will consider the economic challenges that Austin is facing due to COVID-19, while 
maintaining our commitment to provide quality services to Austin’s whole community.  
 
Attachment: Report – Civil Rights Report   
 
cc:    Spencer Cronk, City Manager  

Executive CMO Leadership Team 
Joya Hayes, Human Resources and Civil Service Director 
Brion Oaks, Chief Equity Officer 
Candice Cooper, Project Manager 

https://www.austintexas.gov/edims/document.cfm?id=301470
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1.0 Introduction 

Austin is a beacon of sustainability, social equity, and economic opportunity; where diversity and 
creativity are celebrated; where community needs and values are recognized; where leadership 
comes from its community members and where the necessities of life are affordable and 
accessible to all (Imagine Austin Vision). Because Austin’s greatest asset is its people; we are 
committed to improving the quality of life of Austin’s whole community.  
 
In keeping with the vision of Imagine Austin and the Strategic Outcomes of Austin Strategic 
Direction 2023, the City of Austin (COA) is committed to Title 4 and Title 5 of City Code, which 
provide specific civil rights protections for Austin residents and encourages proactive public 
education and enforcement of non-discriminatory ordinances, also known as laws, throughout the 
City.  
 
These ordinances/laws have a city-wide impact on residents, businesses and visitors alike as they 
seek to increase economic opportunity, prevent and reduce discrimination, protect the health and 
safety of Austin residents.  
 

1.1 Executive Summary 
 
On June 28, 2018, Austin City Council passed Resolution No. 20180628-062, which called for the 
review of possible structures for civil rights enforcement. In response, City of Austin (COA) Staff, 
consulted with the Government Alliance on Race and Equity (GARE) to conduct an environmental 
scan to document how jurisdictions across the country are structured to accomplish civil rights 
enforcement. On August 19, 2019, COA staff provided an update and submitted results of the 
GARE report.  
 
The environmental scan included studying 60 jurisdictions nation-wide. The data within the GARE 
report, provided the catalyst for City staff to conduct a comprehensive assessment into the 
practicality of combining Civil Rights initiatives under a centralized independent entity. The 
methodology used for the comprehensive assessment was a feasibility study1 that included 
interviews with industry subject matter experts and stakeholders, review of benchmark 
assessment(s), annual reports and additional online research. The preliminary results of the 
assessment were presented at the City Council work session held on January 21, 2020. 
 
There are no known National guidelines for how Civil Rights entities are structured, City Staff used 
the GARE report and the preliminary results of the comprehensive assessment to forward 
recommendations on what Staff presented as National Best Practices and Industry Trends while 
also evaluating the current COA Civil Rights efforts. The recommendations included the 
consolidation of public education programs and ordinances that aim to prevent and reduce 
discrimination into a centralized public facing Civil Rights entity. Consolidation provides 
opportunities to create synergy, enhance public engagement opportunities, shift toward a 
proactive approach to Civil Rights Enforcement, and better align existing resources.  
 
From February through March 2020, COA staff conducted a robust stakeholder engagement 
process that involved input from City Council, City staff, organizational partners 2and community 

                                                        
1 The Feasibility study can be viewed in Appendix 1.  
2 The full list of Organizational partners can be viewed in 4.0 Stakeholder Input in Table A: Stakeholder Participation.  
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members. Stakeholders provided quality feedback on the ideal structure for civil rights education 
and enforcement that reflects the values and priorities of Strategic Direction 2023.  
 
Based on our comprehensive review in its totality, we recommend the following:  
 

1. The COA centralizes, into one entity (department or office), all existing public education 
programs, community service initiatives and enforcement efforts aimed toward preventing 
and reducing discrimination in Austin.  

2. The centralized entity be aligned within the strategic outcome of “a government that works 
for all”, primarily public facing, proactive and solution-oriented by providing education and 
enforcement services on Austin’s Civil Rights ordinances. 

3. The individual leading this department would be at a director level.   
4. The entity is accountable to members of protected classes, stakeholder groups, and 

communities most impacted by potential systemic discrimination.  
 
This report will provide the basis for these recommendations by discussing:   

• The scope and approach,  
• An overview of National Best Practices & Trends,  
• The results of the stakeholder input and 
• Final recommendations.  
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2.0 Scope and Approach  

On June 28, 2018, Austin City Council directed the City Manager to review cities of 
comparable size that have passed similar proactive civil rights and labor laws and compare 
them to the City of Austin’s current organization. In addition, to determining how the City can 
most effectively enforce and educate residents about Civil Rights laws. City staff conducted a 
multifaceted approach to address Council’s directive.  
 
Our approach includes an environmental scan (GARE Report), comprehensive assessment 
(Feasibility Study), request for communication and awareness services and stakeholder 
engagement process.     
 
Environmental Scan 
 
The scan (GARE Report) reviewed 60 jurisdictions nation-wide and focused on three main 
areas of inquiry to better understand the strengths, challenges, and opportunities for civil rights 
work within governmental contexts. Areas of inquiry included: 
 
1) Structure: What is the structure of civil rights enforcement bodies? How does the form of 

government impact the work of these entities and the ability of jurisdictions to carry out 
compliance, enforcement, and prevention? 

2) Accountability: What is the relationship between the civil rights entity and to whom are they 
accountable? What institutional accountability mechanisms exist and how are entities held 
accountable to communities of color and those most impacted by discrimination? 

3) Authority: What judicial powers do civil rights enforcement agencies hold and who holds 
authority over investigations? Who has the authority to hire and fire leaders? Who 
determines budget, work priorities, final review of reports and publications? Who makes 
final rulings on appeals? 

In addition to a thorough view of the findings within the environmental scan (GARE Report), 
City staff conducted interviews with industry subject matter experts and key stakeholders 
and reviewed additional online research, annual and benchmark reports to name a few, 
see appendix 1: Feasibility Study.   

 

Comprehensive Assessment 
 
In October 2019, the City of Austin conducted a comprehensive study using the methodology 
of a feasibility study3. The purpose of the study was to assess the practicality of creating a 
centralized entity to educate and enforce Civil Rights programs and ordinances/laws. The 
feasibility study consisted of the following seven components.     
 
1) Preliminary Analysis: The preliminary analysis component involved a comprehensive 

review of the GARE report which included several interviews/meetings with industry subject 
matter experts. Staff also determined best practices from benchmark cities; examined the 
current internal City of Austin (COA) structure for Civil Rights programs and ordinances; 
interviewed key COA personnel; identified internal and external stakeholders.      

                                                        
3 The feasibility study was conducted by COA staff beginning in October 2019 through March 2020.  The overview of the study, which includes 
benchmark report(s) and other research materials, can be viewed in appendix 1.   
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2) Income Statement: During this process, staff reviewed and analyzed potential sources of 
funding.  

3) Community Engagement & Data Collection: Staff conducted a deep-dive analysis of 
data and reviewed National, State-wide and local trends regarding Civil Rights efforts. This 
process included key stakeholder interviews, workshops and focus groups. Staff also used 
surveys to gain input.  

4) Organization & Structure: The Staff developed a potential organizational structure for Civil 
Rights programs and ordinances, identified staffing and resources needs and evaluated 
customer accessibility, process and services offered.  

5)  Opening Day, Balance Sheet: We determined start-up expenses, budget and revenue. 
Reviewed return on investment based on intended outcome and existing contracts.    

6)  Review and Analyze all data: During this process, Staff compiled all data collected from 
the stakeholder engagement process and discussed key draft findings with key 
stakeholders, workshop facilitator and City of Austin personnel.    

7)  Final Report: This document contains the final report, due to Austin City Council in April 
2020.  Due to the City, State and National response to the Global Pandemic, Covid-19, the 
report was submitted in June 2020.  

Communication and Awareness Services 
 
City Staff conducted a procurement process in January 2020, to hire a third-party contractor to 
perform a data-driven, solution-based Communication and Awareness campaign. The purpose 
of initiating this process prior to the release of this report is to identify audiences within our 
community that are not aware of the non-discriminatory ordinances, inform the Austin 
community about current Civil Rights laws and programs and increase public awareness and 
participation of programs and efforts in place to reduce discrimination.  
 
The contract for the third-party services 4was secured in May 2020 and services will began 
September 1, 2020. Services will include but are not limited to:  

• Target Audience Research and Assessment 
• Video Campaign 
• Social Media Advertising Campaign 
• Google Adwords Campaign 

 

Stakeholder Engagement  
 
City staff, with guidance from key stakeholders5, developed a 
Stakeholder Engagement Plan6.  The plan included a robust stakeholder engagement process 
that involved City Council, City staff, key stakeholders and the general public. The goal of the 
engagement process was to develop a model for civil rights enforcement that reflects the 
values and priorities of Strategic Direction 2023. The Civil Rights engagement process 
considered our current civil rights related initiatives and an inventory of the varying Civil Rights 
Office structures, levels of authority, and accountability mechanisms provided by the GARE 
report, in order to gain feedback on what office structure works ideally for the City of Austin. 

                                                        
4 The third-party contract can be viewed in Appendix 2-Communication and Awareness Services.  
5 Key Stakeholders included: Office of Council Member Greg Casar (District 4), Austin Chapter NAACP, AFSCME Local 1624, Austin 
Revitalization Authority, Austin Justice Coalition, ADISA Communications, Austin Area Urban League, City of Austin Communications and Public 
Information Office, Equal Employment and Fair Housing Office, and African-American Resource Advisory Commission.   
6 The stakeholder engagement plan can be viewed in Appendix 3.  
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The Stakeholder Engagement plan was executed in January 2020. The input collected 
concluded on March 18, 2020. Details of the stakeholder engagement plan can be viewed in 
Appendix 3-Community Engagement Plan.  
 
Input was received from external and internal stakeholders also referred to as COA 
organizational partners7. City staff utilized the principles of public participation as trained and 
certified through the International Association of Public Participation. Results of the 
stakeholder input collected can be viewed in 4.0 Stakeholder Input.   
 

 

                                                        
7 The full list of Organizational partners can be viewed in 4.0 Stakeholder Input in Table A: Stakeholder Participation. 
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3.0 National Best Practices & Trends   

3.1 Structure  
 
While there are no known National guidelines for how Civil Rights entities are structured, City Staff 
used the environmental scan (GARE report) and a comprehensive assessment (Feasibility Study) 
to develop National Best Practices and Industry Trends. After studying the structure(s) of more 
than 60 jurisdictions, interviewing industry subject matter experts and examining peer cities, 
annual reports and benchmark assessment(s) it was evident, no jurisdiction was the same.  In 
reviewing the strengths and weaknesses, the below provides National best practices and trends 
for a structure based on overall effectiveness and successful outcomes.  
 

• Civil Rights laws are more efficiently enforced by a stand-alone entity, i.e. Office or 
Department. 

• The stand-alone entity report to a high-level City Executive.  
• Enforcement areas within the entity include: Housing, Employment, Public 

Accommodations and Local Ordinances adopted by City Council. 
• The Intake, Investigation, Conflict Resolution and/or Mediation processes are conducted 

independently of each other.    
• The Director and/or Human Rights Commission holds quasi-judicial powers that includes 

conducting public hearings and processing appeals.  
• Civil Rights entities have shifted toward proactive public education and community 

engagement efforts that include referrals, resources and training. Industry experts 
expressed that this trend has proven to be critical in preventing and reducing discrimination 
and obtaining compliance of Civil Rights laws.  

• Industry experts further suggest that proactive enforcement includes a major emphasis on 
partnering with civil rights leaders, social justice entities and community organizations.   

• The budget is typically based on investigator per City population ratio and varies for each 
jurisdiction. See budget and staffing in Appendix 3, per the GARE report, national 
environmental scan.  

• Strengths of establishing a stand-alone Civil Rights entity include the city’s (or cities’) ability 
to:  

• Enhance and leverage external partnerships.  
• Flexibility to focus on discrete and specific areas within the community. 
• Improve collaboration with other agencies and community partners to develop 

solutions.  
• Achieve positive outcomes to complex and high profile issues.  
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3.2 Authority 
 
The City of Austin is a Council-Manager form of government. Civil Rights entities, of Council-
Manager forms of government have the authority to:    
 

• Enforce Federal, State and Local Civil Rights Laws.  
• Promulgate policies necessary to enforce Civil Rights Ordinances.   
• Maintain Jurisdiction over EEOC policy, Fair Housing/Affordable Housing Policy.   
• Administer Contract Compliance, Disability Rights, and Affirmative Action plans.    
• Advise City Council and City Executives.   

 
Director and Human Rights Commission Authority 
 

• The Civil Rights Director carries out the authorities of the Civil Rights entity, stated above.  
• The Civil Rights Director reports to a High-Level City Executive, i.e. City Manager or 

Deputy City Manager.  
• The Human Rights Commission is appointed by Mayor and Council.  
• The Commission is a sovereign body that: 

o Holds subpoena power.  
o Has Investigative power.  
o Holds public hearings.  
o Serves as an advisory body to Mayor, Council, Civil Rights Department and 

agencies.  (Noted: the City Council can overrule or disregard Commission 
recommendations)   

• The Department Director or Human Rights Commission may conduct Self-initiated 
investigations.  

  
Judicial Authority 
 
The Law Department plays an advisory role to Civil Rights entity. Authorities of the Law 
Department include:  

• Assist with Drafting Policy.  
• Finalize Legislation.  
• Offers Legal guidance and support.   
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3.3 Accountability  
 
Accountability is the most critical component to the success of a Civil Rights entity. Civil Rights 
entities are accountable to:  

• Members of protected classes.  
• Stakeholder Groups.   
• Communities of Colors.  
• Individuals most impacted by potential systematic discrimination.   

 
Municipalities obtain and maintain External (community members, grassroots and other 
non-profit organizations) accountability by:    

• Appointing a Human Rights Commission that represents the whole community.   
• Hiring a diverse group of individuals with extensive knowledge of Civil Rights laws and 

the ability to connect with the community.  
• Establishing a dedicated Community Relations Division that offers Community services.  

  
Type of Services  Service Delivery (examples)   
Outreach  Awareness Campaigns, Marketing, Community Visibility  
Education  Community Conversations, Fairs, Presentations  
Conflict Resolution  Mediation, Restorative Methods, Solution-based discussions  
Training  Know your Rights, Certifications,  
Ombudsman  Resource and Referral Center, Dedicated Intake Process, Partner 

with advocacy programs. For efficiency, the ombudsman could also, 
oversee the conflict resolution processes.  

This table provides the types of community services that could be offered by Civil Rights Entities.   
 
Civil Rights entities are also accountable to the Mayor/Council, City Executives, Department 
Directors and City Employees.  
 
Municipalities establish Internal (City Executives, Department Directors and City Employees) 
accountable by:  

• Providing annual reporting measures.  
• Reviewing polices, procedures, and practices that may result in an unintentional 

discriminatory outcome.    
• Creating a process for City Employees alleging discrimination.  
• Partner on and provide proactive services that include: outreach, education, training, 

conflict resolution and resource/referrals.   
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4.0 Stakeholder Input   

The City of Austin (COA) conducted a multifaceted approach to obtain stakeholder input. Input 
was received from external and internal stakeholders also referred to as COA organizational 
partners. City staff utilized the principles of public participation as trained and certified through 
the International Association of Public Participation. Public participation efforts yielded the 
following results based on numbers and organizational partners represented, as depicted in the 
table below.  
   

Communication Methods Used  # Conducted # of Participants 
Public Workshops  5 61 
Focus Groups  2 15 
Surveys  3 145 
Listening Sessions i.e. interviews, briefings, 
meetings. 

14 73 

Written Correspondence  14 14 
Organizational Partners providing input: AFSCME Local 1624, Austin Branch NAACP, 
LULAC, allgo, African American Resource Advisory Commission, Austin Revitalization 
Authority, Austin Justice Coalition, Austin Area Urban League, Black Chamber of Commerce, 
Austin Tenants Council, Minority Media Representatives, Building Bridges, ADISA 
Communications, Colony Park Neighborhood Associations, Civil Rights and Employment 
Law Attorneys in private practices, BIG Austin, Reentry Community, Council Member Greg 
Casar’s Office, Council Member Kathie Tovo’s Office, COA Law Department, Equal 
Employment and Fair Housing Office, City Managers Office, Equity Office, Human 
Resources Department, Communications and Public Information, Austin Code Department, 
Customers of Equal Employment and Fair Housing Office, Texas Workforce Commission, 
Civil Rights industry leaders and Subject Matter Experts, GARE Staff & Affiliates.  
Table A: Stakeholder participation 

3.1   Public Workshops    
The City of Austin, conducted 5 public workshops. Each workshop was facilitated by Micheal 
McMillion, with the McMillion Group and was attended by subject matter experts from the 
Human Resources Department (HRD), Equal Employment and Fair Housing Office (EEFHO) 
and the Civil Rights Project Manager.  
 
Workshops were held at 6pm on the following dates and locations:  

• Weds, Feb. 19 – Asian American Resource Center, 8401 Cameron Rd.  
• Thurs. Feb. 27 – North Austin YMCA, 1000 W Rundberg Ln. 
• Weds. March 4 – Ruiz Branch – Austin Public Library, 1600 Grove Blvd. 
• Fri. March 6 – Turner Roberts Rec Center, 7201 Colony Loop Dr. 
• Weds. March 11 – Carver Library, 1161 Angelina St. 

 
At each workshop, attendees were informed of the 2018 Resolution passed by council, given an 
overview of the current structure, and provided the educational approach and enforcement 
efforts of existing Civil Rights Ordinances.  We obtained feedback regarding the ideal structure 
for Austin. Attendees included City employees, members of the general public and 
representatives from organizational partners, listed in the Table A: Stakeholder participation 
above.  
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The following table provides an overview of the feedback obtained in the areas of: Community 
Outreach, Training, Resources/Referrals, Intake, Investigation, and Enforcement. The detailed 
feedback from each workshop can be found in Appendix 5—Stakeholder Notes.   
Workshop 
Location  

Community 
Outreach 

Training  Resources/
Referrals  

Intake Investigation  Enforcement  

Asian 
American 
Resource 
Center  

-Lack of 
awareness of the 
EEOC Division 
-Proactive 
Engagement 
needs to occur 
-The City is not 
accessible 

-Include 
trainings on 
how to get a 
trade 
-Partner with 
Community 
leaders on 
how to lead 
training 

-Provide grant 
programs and 
opportunities 
for grants  

-A fear or barrier 
may exist with 
people coming to 
the office 
-People don’t want 
to come downtown 
-Make the intake 
process easier 
-use satellite offices  

-Include 
translation 
services  
-Non bias third-
party 
investigations 
of COA staff 
should be 
heard by a 
third-party and 
the findings 
should be 
shared with the 
Civil Rights 
Director and 
City Manager  

N/A 
 
General 
Feedback: move 
out of HRD and 
responsible to the 
City Manager.  

North Austin 
YMCA 

-Mailings 
-Involve Faith-
Based 
Communities 
-Create 
partnerships  
-Networking, 
build 
relationships, 
make it simple  

-Work with 
Chambers to 
educate 
them on the 
ordinances 

-Provide 
names and 
numbers or 
organizations 
that can assist 
-Focus on 
major Civil 
Rights issues 
and provide 
resources to 
address them  
-Utilize Austin 
3-1-1 

-One-on-one, make 
it personal 
-Focus on customer 
service 
-Focus on the 
underserved, 
without a voice  
-Ensure that all 
people are being 
treated the same 
regardless of race 
-Meet people where 
they are  

-Staff wearing 
too many hats  
-Rape kits 
example (how 
is the City 
processes 
being reviewed 
to prevent 
negative 
impacts on 
protected 
classes, does 
someone 
review COA 
polices)  

-N/A 
 
General 
feedback: If it’s 
too much info. 
People shut 
down. White 
males are being 
treated better 
than others. 
Additional staff is 
needed: 
Mediator, 
marketing, admn, 
community 
engagement, and 
investigator.  
 

Ruiz Branch  -Staffing needs to 
be made for the 
Civil Rights Office  
-Create 
opportunities for 
the public  
-Canvass 
communities and 
neighborhoods  
-Communications 
should be well 
promoted through 
varies media 
platforms  

-At least one 
staff person 
for training if 
not more 
-This needs 
to be 
separate 
from intake 
and outreach 
-Know your 
rights  
-Cultural 
biases  

-At lest one 
person for 
resources and 
referrals 
-Could be 
combined with 
intake 

-Should be its on 
unit  
-Intake personnel 
should direct them 
to where they need 
to go  
-People want to 
know that the 
process is fair and 
that there is proper 
oversight over 
discrimination and 
sexual harassment 
occurring in the 
workplace. 

-There should 
be a process 
for COA 
employees to 
resolve 
discrimination, 
harassment, 
and retaliation 
without having 
to file a 
complaint with 
EEOC. 
-The process 
should be 
made available 
for staff to 
resolve 
workplace 
complaints and 
issues.  

-Bad actors/those 
that violate policy 
should be held 
accountable  
-Consequences 
need to occur for 
supervisors and 
managers that 
misuse or apply 
the policy 
inconsistently 
-Create an quality 
review staff to 
enforce 
 
General 
Feedback: see 
paragraph 
following this 
table.    

Turner 
Roberts Rec 
Center  

-Add outreach 
first 
-Qualified staff 
-Diversify 
outreach 
-There should be 
boots on the 
ground 
-Community’s in 

-People learn 
in different 
ways 
-Training 
should 
happen with 
consultants 
and 
contractors 

-Partnerships 
are important 
-Don’t tell me 
where I need 
to go, take me 
there 
-Be sure the 
community 
can trust the 

-Be people persons 
-Be engaging  
-You must be able 
to find out what’s 
wrong with that 
person 
-Knowledgeable  

-Must be 
trusted 
-Investigators 
must be 
culturally 
trained 
-Must have an 
advocate in the 
meeting with 

-Must have the 
authority to 
enforce the 
ordinances  
-Must have teeth 
in ordinances 
-Severe 
consequences for 
business that 
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East Austin feel 
disenfranchised 
-There needs to 
be more 
communication 
about the results 
of the program 

with the 
skillset  
-Don’t call it 
training  
-Inform and 
educate don’t 
train  

resource 
providers 
-Don’t send 
people around 
all over the 
place  
-People give 
up    

them  
-Avoid bringing 
investigators 
into the office 
without 
subpoena 
power  

violate Civil 
Rights laws 
-Must be data-
driven 
-Oversee 
contracts to 
ensure there is 
not systemic 
problems  

Carver Library  -Robust Office 
-Door-to-door 
-Partnerships are 
critical  
-Use Restorative 
methods  
-All employees 
should have 
outreach 
materials 
-The community 
wants to know 
about the 
programs and 
ordinance 

-The 
community 
must be 
educated on 
the laws  
-Culture 
change in the 
City of Austin 
-Put money 
behind 
training staff 
-Collaborate 
with 
community 
organizations 
for training  

-Resources 
and referrals 
can be made 
available 
though grants  
-Provide a 
one-stop-shop  
-Partner with 
organizations 
-Bring blacks 
back to east 
Austin with 
affordable 
housing  

-Several Offices 
available for intake 
-Intake needs to 
happen in the 
community  
-People Person 
-Multi-Language 
-Empathetic  
-Educated on 
ordinances  
- Understand 
investigation  
-Don’t read a script 
-Understand EEO 
Laws  
 

-Provide 
monetary 
assistance 
-Active in the 
Community  
-GO to the 
Community  
-Field 
Investigations  
-Educated in 
the specific 
field 
-Field 
investigations 
-Well-trained  

-We want results  
-Create laws to 
give the proper 
authority  
-Amend 
laws/ordinances  
-Tax Relief  
-Add 
transportation to 
title 7 
-Community 
Driven  
-Sounds like 
there is no 
enforcement  

 
 
General Feedback and Observations  
 
There was a general sentiment at 3 (Ruiz Library, Turner Roberts Rec Center and Carver 
Library) of the 5 workshops that attendees felt disrespected, unheard, and unaware of Civil 
Rights ordinances, anxious, fearful and an overwhelming lack of trust of City of Austin Elected 
Officials and Leadership. Attendees that included community members and City employees 
(most were members of AFSCME Local 1624), both expressed these emotions.  The emotions 
were the overtone for the meetings, especially at Ruiz and Carver Library were attendees raised 
their voices, used profanity and shed tears to express their pain, anger and frustration. The full 
displays of raw and authentic emotions are difficult to capture within this report.       
 
General feedback can be summarized as:  
 

• City employees, most of whom were members AFSCME Local 1624, indicated that the 
City of Austin has an internal culture of fear and retaliation when it comes to City 
employee’s complaints of harassment and/or discrimination. Attendee’s expressed their 
perception that Managers partner with Department Human Resources staff during 
workplace conflicts.  

• Community members believed that the City of Austin perpetuates discriminatory 
practices against communities of color, specifically African Americans and Latinos. The 
perception is that City Leaders created gentrification and used Code Next to push 
African-Americans out of East Austin.  

• The City employees and members of the community believe that the talk of a creation of 
a Civil Rights entity is nothing more than a political stunt or just more talk, to make it 
appear that the City wants to help the disfranchised communities but in reality nothing 
will be done.   

• Workshop attendees also discussed the lack of awareness of the current City of Austin 
ordinances that exist to help prevent and reduce discrimination.  

• Members of AFSCME Local 1624, expressed confusion at to why the current EEFHO 
team was a small Division within the Human Resources Department. They perceived it 



 

City of Austin  
9 

as a conflict of interest and, noted that the ordinances should not be enforced within the 
Human Resources Department. This same sentiment was shared during a one-on-one 
session with the Executive Director of AFSCME Local 1624.  

• To help garner trust and foster results, an Attorney/Judge that attended the 
Turner/Roberts Rec Center suggested the following:  

o Amend the ordinances to provide severe consequences for violators. 
o Offer monetary compensation for complainants with valid/substantiated 

violations. 
o Provide the Civil Rights Entity with the proper authority to enforce the law. 
o Litigate cases in a Court of Law. 
o Review and change City and business policies that have a desperate impact or 

discriminates on protected classes. 
o Provide oversight and guidance to City Leadership on programs, polices, 

procedures or practices that work in and with communities of color.   

3.2   Focus Groups   
In addition to the above Workshops, City staff also conducted 2 focus groups to obtain 
feedback.  
 
On January 22, 2020, the Civil Rights Project Manager met with representatives from the 
following organizations: Austin Revitalization Authority, Austin Justice Coalition, Black Chamber 
of Commerce, Austin Area Urban League, City of Austin African American Resource Advisory 
Commission, Adisa Communications Firm, Community Organizers and Education Advocates.   
 
The group was informed about the 2018 Resolution, made aware of how the City currently 
educates and enforces Civil Rights Laws and provided a synopsis on how Civil Rights entities 
are structured in other jurisdictions. When asked what they would like to see within a centralized 
Civil Rights Entity, the following input was provided:   
  

• Provide outcome-based Performance measures  
o Focus on how discriminatory practices impact people  
o Community accountability Is critical.  

• Focus on Healing, i.e. Restorative Justice  
• Offer Mediation and Conciliation Services (Conflict Resolution)  
• Provide Resources and Referral services  
• Systemic issues take years of planning  
• Budget: look long-term. This may take creating a 10-20 year plan.  
• Must be properly staff with qualified, community-focused staff  
• Prioritize the ordinances based on protected classes  
• Utilize data  
• Community accessibility is important.  
• The community is not interested in creating another office just for the City to say we 

have one. Resources and leadership support must be provided.  
• Community leaders want to see real results  
• Must reach the people where they are, not just thorough surveys, 
• Present at communities such as Colony Park and others within the east Austin corridor    

 
On March 10, 2020, City staff conducted a focus group with allgo.  allgo’s mission is to celebrate 
and nurture vibrant queer people of color communities in Texas and beyond. allgo does this 
through cultural arts, wellness, and social justice programming by: supporting artists and artistic 
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expression within our diverse communities; promoting health within a wellness model; and 
mobilizing and building coalitions among groups marginalized by race/ethnicity, gender/gender 
identity, sexual orientation/sexual identity in order to enact change. 
 
The focus group with allgo was facilitated by Micheal McMillion of The McMillion Group and 
attended by subject matter experts from the Human Resources Department (HRD), EEFHO and 
the Civil Rights Project Manager. 
 
The following provides a general summary of feedback obtained. The detailed feedback form 
the focus group can be found in Appendix 5—Community Input, Section 2-Focus Group Notes.  
 

• Members of allgo expressed a distrust and fear of City staff.  
• The group criticized City staff and facilitators lack of knowledge and understanding of 

how to connect with diverse stakeholders within the LGBQT community, specifically with 
pronoun usage.   

• There must be a cultural shift within the City.  
• The City must change its approach to hiring and training staff in order to recruit and 

retain experienced employees that know how to connect with Austin’s whole community.  
• Attendees suggested that City staff start with customer service training and how to 

communicate with members of the LGBTQ community (for example, the use of 
pronouns).  

• Expressed a lack of awareness that the City currently had Civil Rights Ordinances that 
protected members of protected classes, i.e. surprised to hear of the HIV/AIDS 
ordinances, even though the allgo organization provides HIV/AIDS advocacy and 
resources.  

• They highly recommended that the Civil Rights Entity lead with race and performs a 
social justice analysis for Austin.  

• Expressed the need for partnerships and the use of restorative methods to resolve 
conflict.  

• The group recommended that the Civil Rights Entity be held accountable and 
transparent to the community by creating and maintaining positive working relationships 
with community partners, listening to the communities needs, treating everyone fairly, 
using less jargon, removing bureaucratic barriers, meeting people where they are and by 
being accessible and providing enough resources for the Civil Rights Entity to be 
effective.  

 

3.3   Surveys   
The City of Austin conducted 3 separate surveys. Survey groups included: (1) Mayor and 
Council; (2) Key stakeholders and the general public; (3) Customers of the Equal Employment 
and Fair Housing Division Staff.  Surveys were disseminated via email and made available on 
Speak-Up Austin over a month long period.  
 
City staff acquired more than 800 email addresses to ensure that non-profit organizations, Civil 
Rights entities, community leaders, advocates of protected classes were among the groups that 
received a survey.     
 
The official survey reports may be reviewed in Appendix—5 Stakeholder Notes, Section 3. 
Survey Results.  A summary of the results indicated the following: 
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1. Mayor and Council Survey 
a. Of the 6 members of Council that completed the survey, 67% support the 

creation of a Centralized entity for Civil Rights within the City of Austin’s 
structure. 33% indicated that they were unsure and would need additional 
information before making a decision.  

b. 100% of the respondents agreed that Employment, Housing, Public 
Accommodations and Fair Chance Hiring should be enforced by a Civil Rights 
entity.    

c. 100% of the respondents agreed that mediation services and training should be 
offered. While 67% agreed that Education, Outreach, Resources, Referral, 
Investigations and Enforcement services should be made available as well. 

d. 67% of the respondents agreed with the Civil Rights entity being given subpoena 
power, Investigative power and the ability to hold public hearings.   33% believed 
that Civil Rights Entity should be a sovereign body that acts as an advisory to 
Council and City leadership.  

 
2. Key Stakeholder and General Public Survey  

a. Of the 136 respondents, nearly all identified as a renter or homeowner in Austin.  
b. 54% indicated that they had been a witness to or victim of what they believe to 

be a discriminatory action. 10% were unsure if they had experienced 
discrimination.   

c.  In order of priority, the respondents were interested in the Civil Rights Entity’s 
education and enforcement services be geared toward:  

i. Housing—72% 
ii. Employment—65%   
iii. Fair Chance Hiring—59%   
iv. Immigration—54%  
v. Public Accommodation—50%  
vi. Veteran Services—41% 
vii. Contract Compliance—41%  

d. Survey respondents supported education and outreach services, resources, co-
enforcement and training as proactive initiatives. Mediation and investigation 
services were supported as possible reactive methods.  

e.  62% of the respondents identify as a protected class, 53% believed that their 
rights have been violated. 16% were unsure if their rights have ever been 
violated.    

 
3. EEFHO Customer Survey 

a. Of the 4 customers that completed the survey, 2 filed a discrimination complaint 
and 2 visited the office to obtain information.  

b. Both of the discrimination complaints were housing complaints.  
c. All cases were investigated and the matters are now closed.  
d. In both cases, mediation occurred and each complainant was extremely satisfied 

with their outcome.  

3.4   Listening Sessions  
The Civil Rights Project Manager, conducted 14 listening sessions provided presentations and 
responded to numerous inquiries between October 2019 and March 2020. These touch-points 
included representatives of AFSCME Local 1624, The Austin Chapter NAACP, State of Texas 
Civil Rights Office, various City Council Members’ offices, various City Commissions, GARE 
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staff, and various staff within the COA including the Law Department, EEFHO staff, Human 
Resources, Equity Office, and the City Manager’s Office.  
 
Feedback received from these groups, assisted in developing the scope and approach for the 
project plan. These groups assisted with being a champion for the project by offering guidance, 
buy-in and feedback throughout this process.  
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5.0 Recommendations  

Based on the totality of the stakeholder feedback from the general public and organizational 
partners, research conducted, environmental scan (GARE Report), and comprehensive 
assessment (Feasibility Study) that included a review benchmark cities, annual reports and a 
plethora of research results, the City of Austin is forwarding the following recommendations.  
 
Important Disclaimer: The Civil Rights Executive shall thoroughly consider and review these 
recommendations for immediate implementation.  The newly established Civil Rights Entity 
must continue to work with internal and external stakeholders when implementing each 
recommendation. Each recommendation must be phased-in overtime and include where 
appropriate a stakeholder engagement process as well as legal review to ensure we are 
compliant with local and state requirements. The phased-in approach must begin with the 
creation of the structure in October 2020. As each recommendation is implemented, the Civil 
Rights Entity leadership team, along with internal and external stakeholders, must evaluate that 
the recommendation is reaching the desired goals and outcomes as established by Imagine 
Austin and Strategic Direction 2023.  

Structure 

4.1.1 Creation of an independent Civil Rights Entity  
• Centralize all existing educational and outreach programs that were created to prevent 

and reduce discrimination into an independent entity.    

• Centralize all existing Federal Statues, State Laws and City Ordinances that the City of 
Austin has jurisdiction to enforce that were developed to prevent and reduce 
discrimination into an independent entity.   

• The independent Civil Rights Entity should be an Office or Department aligned with the 
Strategic Outcome A Government that Works for All within Strategic Direction 2023.  

• The independent Civil Rights Entity should report to the Deputy City Manager or similar 
high-level Executive in CMO.  

• The independent Civil Rights Entity should have a Director or Officer.   

• Transfer all existing staff within the City of Austin that is responsible for education and 
enforcement of Civil Rights ordinances to create the personnel for the Civil Rights Entity.  

4.1.2 Staffing and development of a full portfolio of proactive services  
• Provide sufficient staff to conduct proactive community outreach, engagement and 

education services, resources and referral services, training, facilitation, mediation, 
conciliation, intake process and conflict resolution services.  

• Staff should be diverse, reflect members of underrepresented communities and be 
knowledgeable of solution-oriented strategies aimed toward reducing discrimination.   

• Community collaboration and partnerships must be established to gain input and 
execute proactive engagement, education and training services.   

• Staff must be specialized in their areas of expertise and structured in way to achieve 
optimal success based on performance-based outcomes.   
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• Members of the community and City staff should be able to access the proactive 
services and resolution options for workplace conflicts offered within the Civil Rights 
entity.   

• The purpose of proactive services is to maintain and achieve voluntary compliance in 
non-discriminatory ordinances, in addition to resolving conflict that alleges 
discrimination, harassment or retaliation based on a persons race, color, religion, sex, 
handicap or disability, familial status, national origin, marital status, creed, student 
status, sexual orientation, gender identity, age or source of income.   

• The independent Civil Rights entity should provide City programs and/or partner to 
provide resources for the following City Initiatives: Veteran Affairs, Immigration Services, 
Disabilities Services, Quality of Life Initiatives and Right to Return to Work.  

4.1.3 Investigative and Enforcement Services  
• Investigative and enforcement staff must be knowledgeable of applicable Federal 

statues, State Laws and City Ordinances.  

• Investigations must be objective, substantive and thorough.    

• Investigations methods must be documented and allow for the collection of information 
and will occur on-site and/or in the field as deemed necessary.   

• Results of investigations must be tracked and made available for reporting purposes.  

• The Civil Rights entity executive within one fiscal year, recommend if the City should 
continue to investigate equal employment and fair housing complaints on behalf of 
federal government or state of Texas.   

• The Civil Rights entity shall develop a plan for co-enforcement8 within 1 year. The co-
enforcement plan should include feedback from key stakeholders and must be 
completed based on research, guidance and lessons learned for other jurisdictions.    

• The Civil Rights entity shall enforce the following but not limited too:  

a. Federal Statutes:  

• Title VII of the Civil Rights Act of 1964, as amended   
• Title VIII of the Civil Rights Act of 1968, as amended;   
• Americans with Disabilities Act of 1990 (ADA); and  
• Age Discrimination in Employment Act of 1967 (ADEA).   
• EE/FHO is also empowered to take charges under the Equal Pay 

Act of 1963 (EPA). The EPA charges are forwarded to EEOC for 
actual investigation and resolution.  

b. City Ordinances:  

• Earned Sick Time  
• Discrimination in Employment 
• Fair Chance Hiring  
• Housing Discrimination, including Renter Protection ordinances  
• Public Accommodations  
• HIV/AIDS  

                                                        
8 Co-Enforcement allows for the Civil Rights Entity to collaborate with nonprofit and Civil Rights/Social Justice organizations to help educate 
and enforce non-discriminatory ordinances.  
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• Discrimination in Employment by City Contractors  
• Federal Financial Assistance 
• Rest Break  
• Gender Neutral Bathrooms  
• Future ordinances that align with the purpose and mission of the 

new Civil Rights Entity 
 

• The Civil Rights Entity shall partner with the COA Law Department and any other impacted 
entity with a vested interest within 1 year to review any additional non-discriminatory 
laws/ordinances that should be enforced within its purview.    

 

4.1.4 Budget and Staffing  
• The Civil Rights Entity must provide a 5-year phased in approach to budget and staffing 

by consulting with the Human Resources Department, Budget Office and City Managers 
Office.   

• Year 1 will include existing City of Austin staff that is currently responsible for education 
and enforcement services of the Civil Rights programs and Ordinances stated above.  

• The City Manager and/or Deputy City Manager shall reassign internal staff to provide 
leadership and Direction in the creation of the independent entity.   

• The Civil Rights Entity leadership staff shall conduct an internal staff assessment, realign 
to meet goals and create a strategic plan for the independent entity that is aligned with 
Strategic Direction 2023, National Best Practices and the Stakeholder input within this 
report.    

• The year 1 budget shall be created based on the existing internal staff that is reassigned 
to the independent entity.  

• Budget and staffing must be reflective of the documented request for services.  

• Staff must be qualified in their area of expertise and reflect the diversity within protected 
classes. 

 

 

 

 

Proposed Divisions within the Organizational Structure.   
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4.2 Authority  

4.2.1 Council Manager Form of Government  
• The COA Civil Rights Entity within a Council Manager form of Government shall have 

the authority:  
o To promulgate polices necessary to enforce civil rights ordinances.  
o Provide guidance and partner with City Executive Leadership on policy decisions 

related to: Employment, Fair/Affordable Housing, Workforce Equity, and Human 
Resources  

o Review City of Austin programs and/or ordinances that relate to contract 
compliance, disability rights, veteran rights, and immigration rights and/or 
affirmative action plans.  

o Advise Council and City of Austin Executives in addition to providing assistance 
to all parts of the City organization.    

4.2.2 Executive  
• The Civil Rights Executive should be a Director or Officer level or executive level 

equivalent.   
• The City Manager or designee shall have the authority to appoint the Executive or select 

based on a competitive Executive recruitment utilizing our current master agreement. 
• The Executive shall report to the Deputy City Manager or similar high-level Executive, an 

align the work under the strategic outcome A Government that Works for All.  
• The Executive shall:  

o Conduct self-initiated investigations.  
o Have investigative power. 
o Have Subpoena power9.  

                                                        
9 If subpoena power cannot be executed within COA administrative authority, the City must exhaust all possible alternatives and/or methods to 
compel individuals to appear and/or participate in the investigative and enforcement process, up to and including any administrative hearings.   

Executive(s)	

Community	
Relations	Division		

Intake	and	Conflict	
Resolution	
Division	

Investigation	and	
Enforcement	
Divison	

Compliance	and	
Quality	Review	

Division	

Administrative	
Officer		

Adminstrative	
Specialist	
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o Review and make decisions on appeals of investigation.  
o Act as the staff liaison for the Human Rights Commission.  

• The Executive will provide leadership and guidance to Civil Rights Entity staff.  
• The Executive shall be responsible for the full range of management duties of the Civil 

Rights Entity staff that includes: recruitment, hiring, performance evaluation, and 
discipline.  

• The Executive shall create and provide reporting requirements annually and as 
requested.  

4.2.3 Human Rights Commission  
• The Human Rights Commission10 (Commission) shall be approved and appointed by the 

Austin City Council.  
• The Human Rights Commission shall consider conducting annual work planning 

sessions and training for each member of the Commission.  
• The Human Rights Commission should explore reviewing, updating and revising current 

by-laws, including what their current and future role is vis-à-vis:  
o Holding subpoena power, refer to footnote 9.  
o Having Investigative power. 
o Holding Public Hearings.  
o Hearing Appeals of investigations.  
o Serving as an advisory board to Council, Civil Rights Entity, COA Departments 

and external agencies within the City of Austin.  
• It is suggested that the Commission Members should be composed of members who as 

nearly as possible are representative of the several social, economic, religious, cultural, 
ethnic, and racial groups, which comprise the population of the City.    

4.2.4 Self-Initiated Investigations  
• The Executive shall have the authority to launch self-initiated investigations and/or 

respond to complaints.  
• The Human Rights Commission shall be empowered to request the launch of self-

Initiated Investigations to the Civil Rights Entity. 
• The Executive shall within 1 year, develop a process for Self-Initiated Investigations.  
• The self-investigations must look into systemic behavior or suspected patterns of 

violations, both of private parties as well as internally.  
• All final reports on self-initiated investigations, must be sent to, the Human Rights 

Commission and City Manager and/or Deputy City Manager.     

4.2.5 Judicial and Regulatory  
• The City of Austin Law Department shall play an advisory role to the Civil Rights Entity.  
• The Law Department’s responsibilities should include, but are not limited to:  

o Drafting policy. 
o Finalizing legislation. 
o Offering legal guidance and support.  
o Litigating cases on behalf of the Civil Rights Entity.  

• The Law Department may veto the issuance of a subpoena or an alternative method 
used to compel individuals to appear and/or participate in an investigative/enforcement 

                                                        
10 Any and all recommendations in this report regarding the Human Rights Commission must be explored further with input from the current 
members of the Commission.  
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process, if such an issuance would be an abuse of the Human Rights Commission or the 
Civil Rights Entity power. 

• The City of Austin’s Intergovernmental Relations Office shall play an advisory role to the 
Civil Rights Entity.  

• The Civil Rights Entity shall partner with the Intergovernmental Relations Office on any 
and all legislative initiatives related to civil rights laws and vice versa.  

• Within 1 year, the Civil Rights Executive shall work with the Law Department to:  
o Amend necessary ordinances to provide stricter enforcement11.  
o Determine regulatory powers of the Civil Rights Entity.  
o Add veterans as a protected class.  
o Develop a process of how each entity will work together.    

4.2.6 City Programs  
• The Executive shall work with City leadership to determine what existing City programs 

are better aligned with the Civil Rights Entity.  
• The programs within the Civil Rights Entity shall be geared toward preventing or 

reducing discrimination.    

4.3 Accountability  

4.3.1 Protected Classes  
• The Civil Rights Entity shall be held accountable to:  

o Members of protected classes.  
o Stakeholders groups.  
o Communities of color.  
o Those most impacted by potential systematic discrimination.  

• The City of Austin shall recognize 15 protected classes thus protecting and reducing 
discrimination based on an individuals: race, color, religion, sex, disability, creed, student 
status, familial status, national origin, marital status, sexual orientation, gender identity, 
age, source of income and veterans status.  

4.3.2 Internal Stakeholders  
• The Civil Rights Executive must establish annual reporting requirements. 
• Reporting Requirements must be made available for:  

o City Executives  
o Department Directors 
o City Employees  

• Reporting requirements shall consist of performance-based outcomes related to 
prevention and reduction of discrimination.  

• Reporting requirements will consist of internal reviews of polices that potentially have a 
disparate impact on protected classes.   

• City employees may access the proactive services within the Civil Rights Entity to 
include but not limited to:  training, resources, referrals, conflict resolution.   

• The Civil Rights Entity may partner with Departments on initiatives that impact 
communities of color.   

                                                        
11 Stricter enforcement includes the ability to amend non-discriminatory ordinances, polices and/or practices to provide the “teeth” necessary to 
achieve compliance.  
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• The Civil Rights Director shall work with the Human Resources Director to review how 
employee complaints of discrimination are made within the City enterprise and shall 
provide the City manager with recommendations about the same within a reasonable 
time. 

4.3.3 External Community Stakeholders  
• The Civil Rights Entity must:  

o Maintain avenues for public transparency.    
o Establish reporting requirements for the public within 1 year.  

• The Civil Rights Entity must establish working community relationships and build trust 
by:  

o Creating a robust outreach and engagement program that focuses on education 
and empowerment.    

o Host community conversations around issues that impact communities of color 
and protected classes.  

o Host solution-based discussions with Civil Rights organizations regarding 
controversial issues that have a potential disparate impact a large group of 
protected classes.  

o Develop and provide educational opportunities such as: Know your Rights, 
conflict resolution, cultural biases, workplace development, reentry, and 
certification trainings to name a few.  

o Establishing an advocacy approach through the use of an Ombudsman during 
the intake process.       
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Appendix 1-Feasibilty Study  
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APPENDIX 2—Communication and Awareness Services    

The full contract for Communication and Awareness services contains 47 pages. Enclosed below are the 
first two pages of the document.  
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Appendix 3 – Community Engagement Plan  
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Appendix 4—Budget and Staffing  

The Budget and Staffing information contained here was extracted directly from pages 17-21 of the 
environmental scan, i.e. GARE report.  
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Appendix 5- Stakeholder Notes   

                   
 

Section 1. Public Workshops  

February 19 – Asian American Resource Center  
	
Community	Outreach		

• Many	City	employees	do	not	know	that	there	is	a	City	EEOC	office			
• Proactive	engagement	needs	to	occur			
• The	City	is	not	accessibility			
• Email			
• Knock	on	doors,	Foot	traffic			
• Churches			
• HEB,	grocery	stores			
• Designated	Outreach	person	in	charge	of	dedicated	outreach			
• Ask	people	that	utilize	the	service,	how	they	found	the	office			
• The	community	is	scared			
• Community	meetings			
• Increase	Web	presence,	promote	on	City	Website	and	with	other	Departments			
• Austin	Energy,	Light	bill	advertising	or	door	to	door	hangers	with	other	Departments				
• The	black	community	has	been	left	out			
• Literature:	Brochures/Documents/guidelines	on	the	process	in	different	languages			

Training			
• Trainings	on	how	to	get	a	trade			
• Respectful	workplace	training			
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• Online	Training		
• Situational	Training			
• Webinar			
• Accessible	Training		
• Partner	with	community	leaders	to	lead	training			
• Provide	a	training	video	online	that	discusses	the	intake	process			
• Time	sensitive	material			

		
Resources/Referrals			

• Grant	Program	and	opportunities	for	grants		
Intake			

• A	fear	or	barrier	may	exist	with	people	coming	to	the	office			
• Satellite	offices	where	people	are	comfortable			
• People	don’t	want	to	come	downtown			
• Modernize	or	make	the	intake	process	easier			
• Assign	a	person	to	assist	with	the	intake			
• The	charge	must	be	signed	and	notarized			

Investigation			
• Translation	Services			
• City	employees	that	believe	that	they	are	being	discriminated,	retaliated	or	sexual	harassment	
against	should	be	able	to	utilize	the	office			
• Non	Bias	third	party	investigations	of	City	of	Austin	Staff	should	be	heard	by	a	third	party	and	
the	findings	should	be	shared	with	the	Civil	Rights	Director	and	City	Manager			
• Keep	City	employees	investigations	cleaner		

Enforcement			
• The	community	and	City	employees	want	to	see	Results			

General	Feedback				
• Move	out	of	HRD			
• Responsible	to	the	City	Manager			
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February 27 – North Austin YMCA 
Community	Outreach		

• Mailings			
• Radio	advertising			
• Get	Faith-Based	Community	involves			
• Networking,	building	relationships			
• Provide	face-to-face	connectivity			
• Create	partnerships			
• Personal	Relationships			
• Health/Community	Care	Clinics			
• Information	Booth	at	Grocery	Stores			
• Make	it	Simple,	Have	residents	call	Austin	3-1-1	to	get	services	or	information			

Training			
• Work	with	Chambers	to	educate	them	on	the	ordinances			
• Create	partnerships			

Resources/Referrals			
• Provide	names	and	numbers	of	organizations	that	can	assist			
• Focus	on	what	are	the	major	Civil	Rights	issues	and	provide	resources	to	address	them		
• Data	Driven	approach		
• Utilize	Austin	3-1-1			

Intake			
• One-on-one,	make	it	personal			
• Focus	on	Customer	Service		
• Improve	Customer	Experience			
• Focus	on	the	underserved	without	a	voice			
• Ensure	that	all	people	are	being	treated	the	same	regardless	of	the	race			
• Meet	people	where	they	are			

Investigation			
• Review	internal	policies	and	procedures	that	have	a	disparate	impact	on	protected	classes		

o Rape	kits	example	(how	is	the	City	processes	being	reviewed	to	prevent	negative	
impacts	on	protected	classes,	does	someone	review	city	processes?)			

• The	current	Staff	In	the	EEFHO	team	is	wearing	too	many	hats			
• Must	have	staff	and	funding			

Enforcement			
• N/A		

		
General	Feedback				

• If	it’s	too	much	information,	people	shut	down			
• White	males	are	being	treated	better	than	others			
• Equity	Assessment	tool	should	be	used	for	this	office			
• Additional	staff	is	needed			

o Meditator,	marketing,	admin.	Specialist,	community	engagement,	investigator,			
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March 4 – Ruiz Public Library  
Community	Outreach		

• Staffing	needs	to	be	made	for	the	Civil	Rights	Office			
• Specific	staff	person(s)	for	Community	Outreach		
• Teams	needs	to	be	created	based	on	the	quantity	of	people	utilizing	the	offices			
• Staff	must	be	Active	in	the	community				
• seek	out	community	events	already	happening			
• Create	opportunities	for	the	public			
• Communications	should	be	well	promoted	through	varies	medias	and	platforms	to	mailing,	
websites,	social	media			
• Canvassing	communities	and	neighborhoods	(Community	Organizers)				
• Have	an	Open	House	to	reintroduce	the	office			
• Utilize	New	Employee	Orientation	to	inform	COA	staff	about	office			
• Establish	a	brand	for	the	new	office			

Training			
• At	least	one	staff	person	for	training	if	not	more			
• This	needs	to	be	separate	from	Intake	and	Outreach			
• Know	your	rights			
• Cultural	Biases			

Resources/Referrals			
• At	least	one	staff	person	for	Resources/referrals			
• Could	be	Combined	with	Intake			

Intake			
• Intake	process	should	be	its	on	Unit		
• Intake	personnel	should	direct	the	person	to	where	they	need	to	go	for	example	refer	them	for	
resources,	training,	mediation,	or	community	outreach			
• People	want	to	know	that	the	process	is	fair	and	that	there	is	proper	oversight	over	
Discrimination	and	sexual	harassment	occurring	in	the	workplace				

Investigation		
• The	Civil	Rights	entity	should	investigate	Discrimination,	Harassment,	Retaliation	of	City	Staff			
• City	staff	should	be	able	to	report	violations	to	the	Civil	Rights	entity			
• There	should	be	a	process	for	City	employees	to	resolve	Discrimination,	Harassment,	and	
Retaliation	without	having	to	file	a	complaint	with	EEOC.			
• There	should	be	a	process	available	for	staff	to	resolve	workplace	complaints	and	issues.			

Enforcement			
• Bad	actors/those	that	violate	policy	should	held	accountable			
• Consequences	need	to	occur	for	supervisors	and	managers	that	misuse	or	apply	the	
policy	inconsistently			
• Create	a	Quality	Review	team	to	review	inconsistent	procedures	and	enforce	internal	policy	
violations			

Authority			
• The	Office	needs	to	have	the	Proper	authority	to	ensure	complaints	are	anonymous		
• Must	have	the	authority	to	protect	complainants	and	ensure	confidentiality			

		
General	Feedback	on	Structure			

• Independent	structure	away	from	the	City	of	Austin			
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• Report	Directly	to	City	Manager			
• Create	a	Safe	place,	feel	supported			
• Contract	workers	outside	the	City	to	help	with	City	employee	investigations	and	workplace	
conflicts		
• Should	answer	to	the	City	Manager			
• Structure	should	be	available	for	City	Employees			
• City	of	Austin	Employees	don’t	feel	like	they	are	being	given	a	fair	opportunity	within	HRD			
• Inadequate	Staffing	is	an	issue	with	Fair	Chance	Hiring			
• The	system	should	be	proactive			
• The	staff	will	need	to	expand			
• Allow	the	Quantity	of	Customers	that	frequent	the	office	to	dictate	how	many	staff			
• City	Staff	attended	that	was	recently	discharged,	the	commission	unanimously	overturned	the	
decision.	The	individual	experienced	retaliation	for	at	least	2	years.			
• Trust	is	Important		
• Civil	Rights	Office	should	not	be	within	HRD			
• Policy	should	be	in	place	to	prevent	retaliations		
• Protocol	to	ensure	every	step	is	taking	to	prevent	City	employees	from	being	
harassed,	discriminated	against,	retaliated	against			
• Should	have	enough	authority	to	protect	complainants			
• Complainants	don’t	feel	protected			
• Quality	Review	personnel	to	look	at	a	systemic	issues			
• Human	Rights	commission	roles	need	to	be	reviewed	and	expanded			
• The	authority	of	the	Human	Rights	commission	is	currently	limited			
• Third	party	with	autonomy	should	take	concerns	of	city	staff.	This	will	help	the	City	staff	is	earn	
trust.			
• Trust	should	be	rebuilt			
• There	needs	to	be	a	level	of	consequences	for	violating	ordinances	in	place			
• Request	to	meet	with	supervisors	are	being	denied	when	employees	go	to	them	to	discuss	
issues			
• City	Protocols	should	be	reviewed	that	have	an	adverse	or	negative	impact	on	protected	
classes			
• Supervisors	and	managers	need	to	be	held	accountable	for	bad	behavior			
• Employees	currently	view	the	Department	HR	staff	as	allies	with	Corporate	HRD	and	Managers			
• The	buck	stops	with	the	City	Manager			
• There	is	a	fear	of	retaliation		
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March 6 – Turner Roberts Recreation Center  
	
Community	Engagement	and	Outreach		

• Outreach	and	Engagement	comes	first			
• Qualified	staff	to	help	with	community	outreach			
• The	COA	of	Austin	sucks	at	Community	Outreach			
• There	should	be	boots	on	the	ground			
• Community’s	in	East	Austin	feel	disenfranchised			
• There	needs	to	be	more	communication	about	the	results	of	the	program,	Be	transparent			
• Staff	should	be	introduced	to	community			
• Senior	person	with	staff	solely	for	outreach			
• Diversify	your	outreach			
• The	City	of	Austin	is	not	reaching	a	lot	of	people			
• Use	Social	Media	and	grassroots	face	to	face	efforts			
• Timing	of	events	has	a	lot	to	do	with	attendance			
• Trust	is	built	by	getting	to	know	people	face-to-face			
• Door	knocking	still	works			
• Flyer	distribution	doesn’t	work			
• People	are	not	getting	to	the	root	of	what’s	going	on	with	the	people		
• Organizations	must	be	involved			
• Community	Organizations	Must	be	involved		
• The	city	needs	to	work	with	the	schools			
• People	didn’t	know	about	the	meeting	and	are	not	always	on	social	media			
• Email	or	phone	calls	should	be	made			
• Civil	rights	is	a	very	important	issue			
• Chain	of	information	should	be	structured	and	the	process	will	communicated	to	the	
community			
• Go	to	where	the	people	are…Churches,	Sports	events,	etc…		
• Embrace	the	community			
• Ask	the	community	what	they	need	and	follow	through			
• Use	people	that	the	community	trust			
• Every	community	needs	something	different			
• We	have	to	listen	to	the	community	and	return	with	wat	they	need			
• Establish	relationships			
• People	feel	disrespected	when	you	come	to	communities			
• Use	a	calendar	of	trainings			
• Your	language	and	attitude	must	reflect	the	neighborhood	that	you	go	into			
• Feed	people	(literally)	and	you	build	trust			

		
Training			

• People	learn	in	different	ways		
• Training	should	happen	with	consultants	and	contractors	with	the	skillset			
• Call	trainings	terms	that	resonate	with	people	(chats,	conversations,	town	hall)			
• Don’t	call	it	Training		

o Civil	Rights	Awareness			
o Chats			
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o Education			
o Information			

• Inform	and	educate	don’t	train.	Dogs	are	trained.			
• One	size	doesn’t	fit	all			
• Ask	community	what	type	of	education	they	need			
• Go	to	community	organizations	and	ask	them	what	types	of	education	they	need			
• Must	be	flexible	and	responsive	to	the	community			
• Have	organizations	coming	in	to	educate	and	provide	resources			
• Must	be	proactive	with	educating	the	business,	banking,	retail	community			
• Do	not	partner	with	the	same	organizations		

		
Resources/Referrals			

• Partnerships	are	important			
• Don’t	tell	me	where	I	need	to	go,	take	me	there			
• Be	sure	the	community	can	trust	the	resource	providers			
• Don’t	send	people	around	all	over	the	place			
• People	give	up	when	its	too	complicated			
• Walk	them	through	the	process			
• Offer	Multiple	languages			
• Create	partnerships			
• The	office	personnel	must	be	trained	on	what	organizations	are	available			

		
Intake			

• Be	people	persons		
• Be	engaging			
• You	must	be	able	to	find	out	what’s	wrong	with	that	person			
• Knowledgeable			

Investigative	Program			
• People	typically		Spend	2	hours	telling	their	story	and	nothing	gets	done		
• These	guys	need	to	be	able	to	meet	with	the	community	and	know	who	they	are			
• Must	be	trusted			
• Investigators	must	be	culturally	trained		
• Must	have	an	advocate	in	the	meeting	with	them		
• Avoid	bringing	investigators	into	the	office	without	subpoena	power			
• Avoid	Backlog	in	the	investigation	office,	don’t	overwhelm	the	staff			
• Do	not	build	an	office	that	doesn’t	have	the	authority	and	the	right	people	to		investigate			
• Must	have	regulatory	powers				
• Real	substantive	investigations			
• Must	know	EEOC	laws				
• Council	or	City	manager	must	give	the	investigators	enough	power	to	truly	investigate	the	
cases			
• Seasoned	investigators			

Robust	Enforcement	Program			
• Must	have	the	authority	to	enforce	the	ordinances		
• Must	have	teeth	in	ordinances		
• Severe	consequences	for	business	that	violate	civil	rights	laws			

o Take	away	contracts,	money,	incentives			
• Must	be	data-driven			
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• Oversee	contracts	to	ensure	there	is	not	systemic	problems			
• Oversight—who	is	there	to	investigate	the	city			
• Backed	by	a	dedicated	Attorney	that	is	willing	to	take	the	case	to	court			
• Attorney	assigned	that	will	litigate	the	case			
• Charges	issued	should	be	advertised	in	media			
• The	greatest	deterrent	is	sharing	the	results	of	cases	that	go	to	court				
• Must	review	the	systemic	issues			

		
		
General	Feedback				

• TRUST	must	be	built			
• Need	qualified	people			
• LULAC	attended	and	is	willing	to	get	involved			
• Community	people	should	be	at	the	table	when	hiring			
• People	don’t	trust			
• The	community	should	be	able	to	help	write	RFP	for	services			
• The	people	hired	for	the	positions	should	know	how	to	work	with	people			
• Will	we	ever	see	this	in	reality			
• Austin	tenants	council	Representative	stated	that	they	receive	more	than	10K	housing	calls	
annually.	One	people	know	about	this	office.	Will	it	be	able	to	handle	that?			
• Partner	with	Austin	Tenants	council	to	conduct	community	outreach	and	investigations			
• Discrimination	is	alive	and	well	in	Austin			
• Phased	in	approach	when	creating	the	entity			
• Stakeholders	must	include	the	business	community			
• Budget	should	include	Travis	County,	City	of	Austin	and	other	public/private	entities			
• Staff	should	be	evaluated	and	surveyed	by	customers		
• Staff	must	be	well-trained	in	disfranchised	communities				
• Set	the	standard	not	just	follow	the	internal	City	culture			
• How	does	the	City	look	at	discrimination	in	the	schools?			

o Language	barriers	exist	and	there	are	a	lot	of	discrimination	happening	in	the	schools			
o Can	the	City	work	with	schools			
o Offer	Restorative	Justice	as	a	resolution	process			

• The	people	that	staff	the	office	should	look	like	the	community		
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March 11 – Carver Public Library  
There	has	to	be	a	culture	shift	at	the	city.	The	city	needs	to	fix	the	problem	with	their	managers	and	
leadership.	There	is	systematic	discrimination	occurring	in	Austin.		This	office	needs	to	focus	on	policies	
that	have	an	adverse/disparate	impact	on	protected	classes,	communities	of	color	and	City	employees.			
		
Community	Outreach		

• The	community	wants	to	know	about	the	programs	and	ordinance			
• All	employees	should	have	outreach	materials			
• People	need	to	get	out	in	the	community			
• The	community	doesn’t	trust	the	City				
• Must	know	the	people	in	the	community	and	build	trust	with	them		
• Need	to	hold	more	meetings	in	the	community	about	the	specific	topics	of	the	ordinances	they	
enforce		
• People	need	to	know	that	the	ordinances			
• Hire	people	from	the	community	that	the	community	trust			
• Community	trust	community			
• Use	restorative	methods			
• Work	on	this	together	with	the	community			
• Bring	in	the	community	leaders	and	let	them	help	you	get	the	word	out			
• Use	the	people	that	are	in	the	community	to	assist			
• Work	with	the	faith	based	organization,	restorative	justice	
organizations,	NAACP,	PODER,	AFSCME	Local	1624		
• Must	be	robust			
• LuLac—you	must	partner	with	organizations		
• Partnerships	are	Critical			
• Partner	with	Neighborhood	associations			
• Robust	Office			
• Door	to	door,	grassroots	and	face-to-face	communication	is	preferred				
• Use	Social	media	and	be	creative	on	how	to	reach	people			
• Flyers			
• Most	people	do	not	know	about	the	programs	and	ordinances	that	the	City	currently	has	to	
protect	minorities		
		

Training			
• The	community	must	be	educated	on	the	laws			
• Culture	change	in	the	city	of	Austin			
• Put	money	behind	training	City	staff	to	work	with	communities	of	color				
• City	of	Austin	employees	(require	managers	training	on	how	to	implement	non-
discrimination	practices	and	procedures)			
• Collaborate	with	community	organizations	for	training		
• Every	culture	is	different			
• Bring	the	community	and	non-profit	organizations	to	the	table	to	provide	training			
• Outreach	workers	should	go	with	community	partners	when	engaging	and	providing	outreach			
• Include	cultural	diversity	and	sensitivity	classes			
• Educate	business	owners			
• Businesses	need	to	be	monitored	to	ensure	that	their	services	are	accessible	to	the	public			

Resources/Referrals			
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• Resources	and	referrals	can	be	made	be	available	through	grants			
• Provide	a	one	stop	shop			
• Partner	with	organizations			
• Bring	blacks	back	to	east	Austin	with	affordable	housing		

Intake			
• Allow	past	city	of	Austin	employees	file	reports	with	the	EEOC	office			
• Offer	Several	offices/sites	in	community	available	for	intake			
• Intake	needs	to	happen	in	the	community			
• People	person			
• Multi-language			
• Empathetic	staff			
• Educated	on	ordinances			
• Ensure	the	individual	clearly	Understands	the	investigation	process			
• Don’t	read	a	script			
• Understand	EEO	laws			
• Knows	how	to	investigate			
• Must	need	to	triage	each	complaint			
• Must	be	knowledgeable			
• Remote	or	online	process			
• Accessible	for	persons	with	disabilities			
• We	want	city	employees	to	have	the	civil	rights	office	as	an	avenue	for	retaliation,	sexual	
harassment	and	discrimination			
• Must	Provide	mediation	and	conflict	resolution	as	an	alternative	to	or	in	conjunction	with	
investigations		

Investigation			
• Provide	monetary	assistance	will	people	impacted	by	housing	discrimination			
• Intake	person	must	be	Educated	in	that	specific	field	of	housing,	employment,	fair	housing,	
etc...		
• Investigators	must	be	visible	and		active	in	the	community			
• Go	to	the	community	and	meet	them			
• Field	and	onsite	investigations	must	occur			
• Well-trained	and	compassionate	staff		
• Must	know	and	be	trained	on	city,	state	and	federal	laws		

Enforcement			
• We	want	results			
• Create	the	laws	to	give	the	proper	authority	to	enforce	the	laws			
• Amend	the	laws/ordinances			
• Tax	relief			
• Add	transportation	to	title	7			
• The	Transportation	system	is	problematic	and	discriminating	against	communities	of	colors			
• Must	need	a	Civil	Rights	policy	specialist	at	the	table	with	leadership	when	policies	and	
procedures	are	being	written	that	impact	communities	of	color			
• Community	driven			
• Let	the	citizens	vote	on	issues	that	impact	communities	of	color			
• The	commissions	need	to	be	made	up	by	the	community			
• Change	policies	that	have	a	discriminatory	impact			

o Provide	internal	review	when	a	policy	is	problematic	or	in	violation	of	civil	rights	laws		
• Sounds	like	there	is	no	enforcement			
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o The	ordinances	must	have	teeth			
• Amend	the	ordinances			
• Create	new	or	amend	old	ordinances	to	make	sure	that	they	have	teeth			
		

General	Feedback				
• Individual	that	works	for	the	State	Office			

o Must	have	an	employment	section			
o Community	services	section,			
o investigators	in	both	employment,	housing	and	other	specific	ordinances/laws,			
o policy	and	planning	team		

! Review	internal	and	external	policies	and	procedures,			
o Well	trained	intake	unit,			
o compliance	group,	quality	assurance	make	sure	the	programs	are	doing	what	they	said	
they	would	do,			

• Provide	Housing	opportunities	for	minorities,			
• Stop	displacement	of	African-Americans	out	of	East	Austin	and	Austin	in	general		
• The	current	EEFHO	group	is	understaffed			
• Is	the	Mayor	talking	lip	service.	Is	he	really	going	to	do	something?			
• Is	the	City	Council	real	in	wanting	to	do	this?	We	don’t	believe	them.				
• The	city	has	failed	us			
• They	(the	City)	discriminates	against	blacks,	Latinos	and	poor	people			
• Austin	leadership	needs	to	wake	up	and	stop	lying	to	us			
• Poor	white,	blacks	and	Latinos	are	being	treated	wrongly	and	catches	hell	in	this	community			
• I	see	more	dogs	than	black	folks	in	east	Austin			
• We	are	angry	with	how	we’ve	been	treated			
• All	of	this	sounds	good	but	is	the	city	going	to	do	it			
• I	feel	like	these	public	meetings	are	lip-service	and	nothing	will	come	out	of	it.			
• We	are	afraid	that	this	may	be	a	waste	of	time			
• The	Mayor	and	City	Council	has	sold	out	the	east	side			
• Code	Next	is	designed	to	push	blacks	out	of	Austin			
• Black	folks	are	suffering	the	brunt	of	the	issues			
• Austin	is	a	City	of	greed			
• Minorities	are	being	pushed	out			
• The	community	has	no	faith	in	the	city	of	Austin			
• Put	substance	behind	this	talk			

o Hire	Staff	and	fund	this	Department			
• We	have	abided	by	the	1928	agreement.	The	City	has	not!				
• We	are	TIRED!			
• Are	they	really	serious?	We	don’t	believe	that	this	is	going	to	happen.			
• Will	Mayor	and	Council	fund	this	office?			
• We	don’t	trust	that	this	will	be	done			
• We	are	frustrated	and	Mad.			
• The	community	is	on	life	support			
• I	am	concerned	about	mayor	and	council	not	listening			
• I	am	discouraged	about	going	to	City	hall			
• Gentrification	was	a	set	up			
• I	have	cried	for	this	City	of	Austin	due	to	redlining			
• We	were	displaced.			
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• The	city	must	clean	its	own	house.	City	leadership	is	the	perpetrator			
• Gentrification	is	a	form	of	discrimination	and	racism			
• How	do	you	go	to	the	slave	master	and	think	that	they	are	going	to	help	you?			
• Oppressed	people	want	to	be	made	whole			
• Sit	down	with	the	black	community.	Listen	to	us.	Do	something.	Address	our	issues.				
• District	1	does	not	show-up	to	town	hall	or	community	meetings			
• Sweeny	Circle	(poor	blacks	and	Hispanics)	being	displaced			
• City	employees	must	be	held	accountable			
• The	City	leadership	is	the	problem			
• Discrimination	is	occurring	because	of	the	City’s	inability		to	connect	with	people	and	due	to	a	
racist	transit	system		
• The	city	has	displaced	people			
• The	city	leadership	circumvents	the	system			
• Spirit	of	east	Austin	died.	Promises	were	made	but	not	kept.	What	happened	to	the	Spirit	of	East	
Austin.			
• The	Mayor	and	Council	can	not	be	trusted			
• It	is	disheartening	that	City	leadership	cannot	be	trusted			
• We	cannot	make	it	to	work	on	the	busses	due	to	lack	on	connectivity	in	east	Austin			
• Access	to	Buses	ave	been	eliminated	in	east	Austin			
• Longer	wait-times	for	East	Austin	buses	than	other	routes					
• Need	minorities	on	staff		that	care			
• The	union	helped	move	this	office	forward	and	the	City	must	provide	an	opportunity	for	City	
employeees	within	it			
• City	of	employees	have	been	treated	wrong			
• Businesses	are	not	following	the	ordinances	and	they	are	not	being	held	accountable.			
• We	want	city	of	Austin	workers	to	reflect	the	community			
• EEFHO	staff	is	the	lowest	paid	but	have	to	act	as	a	social	worker,	investigator,	intake,	etc…They	
wear	to	many	hats.			
• The	city	Must	put	their	money	where	their	mouth	Is.	Pay	workers	and	Build	an	effective	
department	because	you	are	losing	qualified	employees.		
• This	office	must	be	properly	funded			
• This	office	will	not	work	unless	staff	is	paid			
• This	type	of	investigators	hired	are	monumental	to	if	the	office	will	succeed.				
• The	report	must	include	adequate	funding			
• I	don’t	know	how	the	office	is	going	to	work	without	funds			
• If	the	money	is	not	there,	the	office	is	not	valued			
• There	is	no	way	I	can	live	in	Austin	and	work	as	an	investigator	because	the	pay	is	too	low			
• FEPA	doesn’t	pay	enough			
• The	city	needs	to	add	money	to	the	FEPA.	It	was	never	intended	to	support	the	office	fully.				
• FEPA	offices	are	closing	due	to	lack	of	funding	from	the	general	fund.			
• The	City	needs	to	Put	up	or	shut	up!	(audience	applauded)			
• Temporary	employees	working	with	aquatics	aren’t	treated	fairly			
• City	employees	are	being	discriminated	against	and	not	being	paid	fairly		
• City	employees	are	being	retaliated	against				
• City	employees	have	Loss	trust	of	HR	and	the	investigative	process			
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Section 2. Focus Groups 
Community	Leaders	Focus	Group		

January	22,	2020			
		
 Representatives	from	the	following	organizations:	Austin,	Revitalization	Authority,	Austin	Justice	
Coalition,	Black	Chamber	of	Commerce,	Austin	Area	Urban	League,	City	of	Austin	African	American	
Resource	Advisory	Commission,	Adisa	Communications	Firm,	Community	Organizers,	
Education	Administrators					
		
Feedback/Input:		

•         Provide	outcome-based	Performance	measures		
o   focus	on	how	it	impacts	people		
o   community	accountability	Is	critical.		

•         Focus	on	Healing	i.e.	Restorative	Justice		
•         Offer	Mediation	and	Conciliation	Services	(Conflict	Resolution)		
•         Resources	and	Referral	services		
•         Systemic	issues	take	years	of	planning		
•         Budget:	look	long-term	10-20	year	planning		

• Must	be	properly	staff	with	qualified,	community-focused	staff			
•         Prioritize	the	ordinances	based	on	protected	classes		
•         Utilize	data		
•         Community	Accessibility	is	important.		
•         The	community	is	not	interested	in	creating	another	office	just	for	the	City	to	say	we	have	one.		

o   Community	Leaders	want	to	see	real	results		
•         Must	reach	the	people	where	they	are,	not	just	thorough	surveys,		

o   Present	at	communities	such	as	Colony	Park	and	others	within	the	east	Austin	corridor	 		
 		
 

allgo		
March	10,	2020		

		
		
Community	Engagement	and	Outreach		

• Focus	on	engagement				
• Hire	people	the	community	trust			
• Identify	Who	the	gatekeepers	are	in	each	community	and	work	with	them				
• Who	are	the	emerging	gatekeepers?			
• I	do	not	know	of	anyone	at	the	City	that	currently	enforces	these	ordinances		
• It	impacts	the	community	but	community	doesn’t	know	the	ordinances	exist			
• Partnership	with	people,	establish	connections			
• Lack	of	trust			
• The	ordinances	being	within	the	city	creates	a	lack	of	trust			
• Culture	in	department	has	to	change			
• Employees	must	be	vested	by	community			
• System	must	change	to	create	trust				
• Reach	people	most	impacted/focus	on	protected	classes			
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• Increase	Knowledge-base	of	employees	on	how	to	effectively	communicate	and	understand	
each	community				
• Takes	time	to	build	relationships,	but	it	must	happen			
• Hire	community	members	with	the	lived	experience			
• Hold	yourself	accountable	and	be	transparent			
• Be	honest			
• Focus	on	Customer	service			
• Communication	needs	to	be	clear	and	less	jargon			

o Easy	to	understand	that	grabs	people	attention			
• Well	defined	goals	and	visions	that	are	reflective	of	the	community			
• How	do	you	change	culture	within	the	City?			

o Hire	people	actively	in	the	community			
o Your	experience	is	your	education			
o Job	descriptions	must	change	to	include	people	that	understand	the	community			

Training			
• Empowering			
• Accessible	to	everyone		
• The	impact	of	facilitator	is	important	for	the	process		
• People	don’t	understand			
• Lead	with	race			
• There	are	people	that	are	treated	unfairly...focus	on	cultural	and	equity	training			
• People	in	the	community	should	conduct	the	training			
• When	conducting	trainings:			

o Offer	Food,	Consider	parking,	Avoid	traffic,	Offer	child	care,	make	it	easy	for	people	to	
attend			

• Racial	equity	analysis	must	happen.	This	office	must	use	that	analysis	when	building	
training	opportunities.			
• Trainings	should	be	geared	toward	City	employees:				

o Intimate	issues	impacting	each	protected	class			
o Terminology	and	use	of	pronouns				

• City	staff	must	be	able	to	speak	to	the	issues	in	the	each	community			
		
Resources/Referrals			

• Community	Partnerships	are	important			
• Multi-language	translation			

		
Intake			

• Fear	keep	people	from	coming			
o HIV	AIDS	status	must	be	kept	confidential	and	anonymous			

• Be	engaging			
• When	dealing	with	discrimination,	the	process	is	uncomfortable		
• Community	needs	to	be	validated,	heard,	and	have	the	process	explained	clearly		
• Allow	for	a	call	in	or	email			
• Provide	Open	houses	for	intake	in	the	community			
• Lives	are	unpredictable,	provide	more	flexible	options	for	intake			
• Folks	may	not	feel	comfortable	coming	to	the	space			
• LGBTQ	individuals	don’t	feel	comfortable	or	welcome	coming	into	City	Spaces			
• Must	have	access	to	space			
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• Rideshare	or	shuttle	system			
• Do	not	talk	to	them	or	at	them,	learn	how	to	listen	and	build	relationships,		
• Normalize	the	pronoun	usage			
• Meet	people	where	they	are		
• Get	out	of	the	office			
• Do	not	create	barriers			
• They	shouldn’t	have	to	come	to	an	office			
• Know	what	to	wear,	be	down-to-earth		
• The	formalities	and	bureaucracy	becomes	an	issue			
• Dress	Code	must	be	relaxed	and	fit	the	community		
• How	do	we	minimize	the	fear	so	that	some	people	will	come?			

o Change	Approach			
o Office	environment			
o Pronoun	poster		
o Décor	must	reflect	protected	classes				

Investigative	Program			
• Non-verbal	and	questions	during	the	investigation	process	conveys	that	what	is	being	presented	
is	biased	against	LGBQT	community		
• There	is	a	perception	that	members	of	the	LGBTQ	community	are	not	believed	when	they	are	
discriminated	against		
• Layout	clearly	the	process			
• Make	a	phone	call			
• Set	expectations	in	the	beginning			
• People	in	the	office	need	to	be	vested	in	the	community			
• Passion	for	community			
• Provide	Validation			
• Review	the	facts			
• Know	the	work	and	don’t	make	assumptions			
• Must	have	empathy			
• Include	justice			
• Must	be	able	to	listen	and	not	judge	based	on	how	they	identify		

Robust	Enforcement	Program			
• Results	orientated		
• We	want	Justice			

		
General	Feedback				

• Mission,	Vision	and	Values	of	the	organization	must	define	the	type	of	internal	culture	necessary	
to	address	systematic	discrimination,	prevent	racism	and	the	negative	community	perception	
of	City	Staff	(lack	of	trust	and	Fear)				
• Inclusive	environment			
• Conduct	a	Social	justice	analysis		
• I	worked	for	the	City	and	didn’t	know	about	EEFHO			
• The	group	was	confused	about	what	the	current	EEFHO	did			
• None	of	the	focus	group	Attendees	knew	about	the	HIV	AIDS	ordinance	even	though	this	
ordinance	is	important	in	the	LGBQT	community		
• Façade	(smoke	and	mirrors)	typically	happens	with	the	City.	They	make	it	appear	that	they	are	
going	to	create	something	to	assist	disenfranchised	communities	of	color	but	they	fail	to	do	so.			
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• They	have	experienced	negative	Comments	being	made	by	city	staff	toward	people	of	the	
LGBQT	community			
• The	LGBTQ	Community	experiences	violence	and	abuse	(by	each	other,	law	enforcement	and	
others)					
• White	Queer	people	and	Queer	people	of	color	have	different	experiences		

o They	are	not	the	same			
• Hire	enough	people	in	the	office			
• It	will	become	a	bigger	problem	if	the	resources	or	not	made	available	for	this	office			
• Must	Pay	people	enough	to	do	this	work			

o Affordable	and	a	livable	wage			
• Expand	job	description		

o There	are	certain	things	that	you	cannot	train				
• Gender	and	Racial	analysis			

o Include	the	specificity,	be	strategic				

 

 

Section 3. Survey  
 
Mayor and Council Survey Results 
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General Public Survey  
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EEFHO Customer Survey  
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Section 4. Sample Correspondence   
 
Email from a City Employee received March 11, 2020:  
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Good Afternoon: 
 
 I wanted to be certain to communicate my hopes for the City in effort to advocate for all 
employees.  There is a categorical imperative to separate EEOC investigations from City HR 
and any other City office/department.  
 
 HR hasn’t done the right things, there are many examples of this.  There is also an 
interpretation of policy that seems to inevitably favor the City.  Employees who make complaints 
against management staff will have an outcome that is certain to be unfavorable to the 
complainant.  Will you please include a statistic in the report that includes: 1) nominal and 
statistical data on employee complaints against management (versus complaint against a 
colleague for example).  2) What does HR do when there is high turnover in departments?  As 
this may be evidence of work environments and management conduct that is adverse to 
employees?  3) Why does HR interpret policy differently than EEOC --- inevitably in favor of City 
interest?  This should not be as HR employment investigator should have policy interpretations 
that are largely consistent with EEOC --- that is not the case. 4) Create a place for employees to 
communicate their concern without necessity of divulging their identity --- you will observe 
patterns that can enable policy direction.  4) Finally, I urge the City to establish an independent 
office/department solely for EEOC; this would directly and only report to the CM.  EEOC needs 
independence and latitude to effectively perform its job, which means it cannot be a part of any 
other department or office.   Eventually a class action suit will come and many current and form 
employees will join.  Doing the right thing now just may avert this outcome. 
 
 The survey didn’t allow for freeform comments but this information is important for me to 
communicate with you.  I have been a public servant because I am public servant at heart and 
service is a God-given passion.  But over the years I’ve observed and I’ve directly experienced 
policy violations by managers and supervisor, that have been disgraceful and clearly violative of 
policy and in some cases violative of law.  But it is inevitably a capital waste of time to make any 
complaint to City HR.  To be absolutely clear, I distinguish City HR from EE/OC, notwithstanding 
the current organizational construct.  
 
Thank you for the opportunity to communicate concerns and thank you for the work you are 
doing, it is also a categorical imperative. 
 
Email example received on June 5, 2020: 
 
Hi Candace,  
 
I just wanted to drop you a note letting you know that I am excited about the Civil Rights Office 
for Citizens.  I attended the Town Hall meeting at the Carver Library back In March.  I can’t help 
but think this office is vital to the future of the city of Austin especially given what we are 
currently experiencing with the protest around police brutality and the marginalization of brown 
and black lives.  I strongly encourage the Mayor, the City Council, and the City Manger to get 
this office up and running post haste.  The Civil Rights Office is an important component to the 
strategy to eliminate the structural racism that has plagued this country since its inception.  
  
Please keep me informed of your progress and do not hesitate to call on me for any support you 
may need.  
 
Thanks,  


